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I am pleased to introduce Airservices’ Equity and Diversity Program for the years 1998-2001.  


The staff we employ are critical to meeting our challenge to be the global leader in the provision of safe and efficient air traffic services.  We aim for world’s best practice in all areas of our enterprise, while complying with our statutory and other obligations.





All of us who work for Airservices share many things in common while remaining unique individuals.  Many of our differences are visible, such as our race, or sex or age.  We also have differences such as our ethnic, religious and geographic background.  These factors influence our beliefs and values.  In Airservices, we value the differences of all people and we are building an environment which accepts and respects all staff.  





We have a legislative responsibility to develop an equity program for special emphasis groups.  As well as complying with our obligations, we have developed a practical approach in line with our business objectives which will audit our equity performance, remove barriers to opportunity for all our employees and enable our managers to manage their diverse workforces effectively.  Whilst the program has some strategies which will benefit special emphasis groups, it has been developed to benefit all staff.





Equity and Diversity makes good business sense and this program focuses on the business case for equity and diversity and ways to link it to our Business Transformation Process.  Equity and Diversity should not be seen as a “frill” or “an add on”, rather it should be seen as the way we do things in Airservices.  


The program will integrate with Business Transformation Projects 5. Working Conditions for the 21st Century, 6. Business Management and Leadership Skills Development, 7. Customer Expectation and Satisfaction and 8. Influencing Our Culture.


I would like to stress that Equity and Diversity is everyone's responsibility.  However, managers and supervisors have particular responsibilities in relation to their staff.  I expect that all officers with performance agreements will include Equity and Diversity performance indicators in their performance measures.





The Equity and Diversity Program (which includes Airservices’ Disability Action Plan) is not a document that can be read in isolation from other Airservices human resource management policies.  In fact, it complements other documents such as our Strategic and Corporate Plans.





I strongly support the objectives and principles contained in this Program.  I urge you to adopt these in your daily working lives so that we can create a harmonious and productive work environment and thus provide the best possible service to our clients.











WILLIAM H POLLARD


Chief Executive Officer


July 1998�
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WHO WILL BENEFIT?





�SYMBOL 183 \f "Symbol" \s 12 \h�	Special emphasis groups


�SYMBOL 183 \f "Symbol" \s 12 \h�	All other staff





BENEFITS WILL OCCUR WHEN:


�SYMBOL 183 \f "Symbol" \s 11 \h�	Airservices meets the equivalent community standard for the employment of all special emphasis groups;


the targets finally agreed will reflect the fact that Airservices wishes to be in the top 20% of the best practice organisations that employ similar occupational groups;


�SYMBOL 183 \f "Symbol" \s 12 \h�	consideration is given to the numbers of staff in special emphasis groups in relevant “feeder groups”;


�SYMBOL 183 \f "Symbol" \s 12 \h�	Airservices complies with local buildings codes for access for people with disabilities; and





Airservices' work environment complies with International Labour Convention 159 (1990) Vocational Rehabilitation in Employment (Disabled Persons).  








RELEVANT BUSINESS TRANSFORMATION PROJECTS


Project 6 		Business Management and Leadership Skills Development


Project 8 		Influencing Our Culture.
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WE WILL DO A GOOD JOB BY�
MEASURE�
RESPONSIBILITY�
�
�
Promoting the policy of Plain English in all written material ~  documents, emails, course handouts, promotional material.�
Assessing a sample of correspondence and All-in-1 to determine the success of policy of Plain English.�
Equity and Diversity Council�
�
�
Providing information in Plain English to applicants for positions in Airservices.�
Ongoing.�
Equity and Diversity Council


HR Managers in Business Units�
�
�
When advertising vacancies externally, use Airservices Web site so that job seekers with mobility difficulties can access job vacancies.�
External advertisements placed on Website when appropriate�
HR Managers, Corporate & Industry Affairs�
�
�
Initially training chairpersons then progressively training all selection panel members in Equity and Diversity principles and in managing interviews with cultural sensitivity.�
Ongoing.�
HR Managers in Business Units


Equity, Diversity & Corporate Training �
�
�
Ensuring that at least one member of all staff selection panels has been trained in the correct process, including a section on Equity and Diversity issues.�
At least one member of all staff selection panels has received appropriate training.�
Equity, Diversity & Corporate Training, HR Managers�
�
�
Using the exit questionnaire to provide feedback to improve Airservices. Collating data from questionnaires and reporting to Business Unit Heads.�
Separation questionnaires are completed by staff leaving and feedback is given to relevant areas.�
HR Managers in Business Units�
�
�
Ensuring all premises occupied, renovated or built by Airservices meet the agreed Building Codes for access by people with disabilities. Providing funds for that purpose.��
�
GM - Facilities Management Division�
�
�
Ensuring that staff returning to work from injury are provided with adequate resources and support to do their jobs.�
�
HR Managers in Business Units


National OH&S Adviser�
�
�
Encouraging members of special emphasis groups to participate on committees, selection panels and be involved in mentoring programs.�
Statistical analysis of special emphasis group particip-ation� in committees, on selection panels and in mentoring programs.�
HR Managers in Business Units


E&D Adviser�
�
�
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WE WILL DO A GOOD JOB BY (Cont’d)�
MEASURE�
RESPONSIBILITY�
�
10.�
Under the principle of reasonable adjustment, providing any relevant equipment and other support needed to assist staff with disabilities to perform their duties including any changes to duties.�
Equipment provided within one month of request.�
HR Managers�
�
11�
Providing relevant technical or other support during transformation period and technological development for people with disabilities.�
People concerned experience no disadvantage compared to other staff at Airservices as assessed by OH&S within three months of the changes�
HR Managers�
�
12.�
Investigating the needs of people with disabilities when acquiring new computer software and hardware.�
People with disabilities experience no disadvantage in accessing new computer software and hardware.�
HR Managers, Line Managers�
�
13.�
Providing a forum for employees with disabilities to consider appropriate  issues.�
People concerned have an opportunity on an ongoing basis to provide input to building and accommodat-ion standards and to E&D issues in Airservices Aust-ralia.�
E&D Co-ordinators�
�
14.�
Investigating the after hours security system to determine if it poses barriers for staff with  disabilities.�
Investigations undertaken and adjustments made where necessary.�
GM ~ Facilities Management Division�
�
15.�
When advertising externally, promote Airservices in ways that will attract applicants from special emphasis groups to positions above base grade, particularly people with disabilities.�
All advertisements for job vacancies emphasise Air-services as an E&D employer. Increase in number of applications from people with disabilities.�
HR Managers�
�
16.�
Including a reference to the availability of TTY service on all external advertisements for positions if possible.�
Applicants with a hearing impairment have telephone access to position documentation.�
HR Managers�
�
�



�
WE WILL DO A GOOD JOB BY (Cont’d)�
MEASURE�
RESPONSIBILITY�
�
17.�
Including, where possible, on all external advertisements for positions, a reference to the availability of information about vacant positions in alternate formats for people with a print disability.�
Applicants with sensory impairment have access to position documentation in alternate formats such as disk or tapes.�
HR Managers�
�
18.�
Briefing external search and recruitment agencies to include appropriate non-English speaking people and people with disabilities on short lists.�
Increase in the number of people from EEO target groups shortlisted �
HR Managers�
�
19.�
Encouraging applicants with  disabilities to self-identify any special needs relating to job information & interview arrange-ments.�
E&D information is included in a cover sheet to documentation sent to all applicants.�
HR Managers�
�
20.�
Encouraging staff nominating to attend training sessions to identify any special needs�.�
Feedback through course evaluation will indicate if needs have been met.�
HR Managers, Equity, Diversity and Corporate Training Section�
�
21.�
Reviewing attendance of staff members with a disability at training courses to ensure equal participation with other staff.�
Attendance records for training sessions will indicate comparable rates of attendance.�
HR Managers, Equity, Diversity and Corporate Training Section�
�
22.�
Encouraging staff members with a disability to identify their training and career development needs and to apply for relevant internal and external programs.�
All AS01 to AS06 staff (and equivalent) have development action plans.  All senior officers have current development plans developed through the performance appraisal process.�
HR Managers�
�
23.�
Offering training sessions for supervisors/co-workers of staff with disabilities.�
Number of courses conducted in the workplace.  Feedback from participants indicates relevance.�
HR Managers, Equity, Diversity and Corporate Training Section�
�
24.�
Providing information on resources and options for staff who are carers of people with disabilities, including relevant conditions of service.�
Information published regularly.  Information accessible by staff.�
National E&D Adviser�
�
�
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WE WILL DO A GOOD JOB BY (Cont’d)�
MEASURE�
RESPONSIBILITY�
�
25.�
Distributing information kits on Disability Discrimination Act to new staff and supervisors.�
Information kit has been distributed.�
National E&D Adviser, E&D Co-ordinators�
�
26�
Using EEO compliant businesses e.g. Conference venues, temporary staffing agencies�
All staff are able to attend Airservices’ training programs, seminars etc. Airservices is seen as a good corporate citizen.  �
HR Managers, E&D Co-ordinators, Equity, Diversity and Corporate Training.�
�
27.�
Ensuring all entry level recruitments are reflective of the skills/abilities required for the positions�
Job descriptions match position�
HR Managers�
�
�
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Aborigines and Torres Strait Islanders:  People of (Australian) Aboriginal or Torres Strait Islander descent who identify as Aborigines or Torres Strait Islanders and are accepted as such by their community.


Direct discrimination: is any action which specifically excludes a person or groups of people from a benefit or opportunity, or significantly reduces their chances or obtaining it, because of personal characteristics irrelevant to the situation (e.g. their age, gender, marital status, ethnic origin, physical impairment) which are applied as a barrier.


Discrimination:  For the purposes of this document, is any distinction, exclusion or preference made on the basis of any of the following grounds: race, colour, gender, religion, marital status, sexual preference, pregnancy, political opinion, age, HIV positive status, physical or mental disability or trade union affiliation.


Equity and Diversity Adviser:  A person responsible for coordinating and advising on the development, implementation, monitoring and reporting of Airservices’ Equity and Diversity Program.


Equity and Diversity Contact Officer (CO):  Staff trained to provide information and support on matters of discrimination and harassment..


Harassment is a form of employment discrimination� XE "discrimination" �.  Under the Racial Discrimination Act 1975, the Sex Discrimination Act 1984, the Human Rights and Equal Opportunity Commission Act 1986, the Affirmative Action Act 1986 and the Disability Discrimination Act 1993, harassment is unlawful.  To be pursued legally, it must be able to be linked to one of the grounds of discrimination� XE "discrimination" � covered by the above legislation. For further information see Airservices’ Guidelines for the Elimination of Workplace Harassment 1998.


Indirect discrimination is the outcome of rules, practices and decisions which treat people equally and therefore appear to be neutral but which, in fact, reduce significantly a person's chance of obtaining a benefit or opportunity.  Indirectly discriminatory rules, practices and decisions are applied to all groups alike, but it is the very assumption that everyone is alike that makes the discrimination, (e.g. a minimum height or weight imposed which are irrelevant to the job).


Mediation is a confidential, voluntary process in which disputing parties, assisted by an acceptable, impartial third party (the mediator), seek to resolve differences, usually at an early stage in the disagreement. The aim is to find a long lasting settlement that will improve the relationship between the parties. Airservices has a network of accredited mediators to facilitate the process.


National Equity and Diversity Council, made up of Divisional and Staff Association representatives,  is responsible for overseeing the implementation and monitoring of the Equity and Diversity Program.  It is co-chaired by the E&D Sponsor and a Staff Association representative.


People with disabilities are people with any restriction or lack of ability (resulting from impairment) to perform an activity in the manner or within the range considered normal for a human being, i.e. any impairment which significantly limits a person's daily living activity.


People from non-English speaking backgrounds are people whose first language is a language other than English.


Reasonable adjustment:  Airservices’ managers and supervisors need to ensure that suitable adjustments are made to accommodate the needs of a person with a disability, including the provision of work related special equipment or modifications of existing equipment and/or workplace.


Sexual harassment is specifically made unlawful under the Sex Discrimination Act (1984).  It is behaviour which is unwelcome and unsolicited and can take many forms such as:


�SYMBOL 183 \f "Symbol" \s 10 \h�	physical contact of a sexual nature, such as patting, pinching or brushing against another person


�SYMBOL 183 \f "Symbol" \s 10 \h�	demands for sexual favours of various kinds in exchange for a job, retention of a job or certain working conditions, promotions, transfers or training


�SYMBOL 183 \f "Symbol" \s 10 \h�	various forms of communication with a sexual content such as sexual jokes, sexual suggestions or innuendo, displays of erotic pictures and printed matter, including email and internet, non-verbal communication of a sexual nature, including gesturing, leering, staring and wolf whistles, anonymous phone calls, letters and facsimile messages, computer games and messages.  See: Sex Discrimination Act 1984, Section 28(3).


Special emphasis group:  Generic term used to refer to groups of persons targeted for special attention under Equity and Diversity programs: Women plus the three 'designated' groups under the EEO (Commonwealth Authorities) Act, people from non-English speaking backgrounds, people with disabilities and Aboriginal and Torres Strait Islander people.


Sponsor, Equity and Diversity:  The General Manager who has authority to implement changes required by the Equity and Diversity Program.  The current Sponsor is the General Manager, Facilities Management Division.


Unlawful Discrimination: is any practice that makes distinctions between individuals or groups to the disadvantage of some and the advantage of others, without regard to their merit.  Discrimination does not have to be intended or conscious and can result from entrenched beliefs and attitudes.


Vicarious liability:  Equal opportunity legislation provides that employers will be vicariously liable for the discriminatory acts of their employees.  Generally an employer may only avoid liability where the employer can show they took all reasonable steps to avoid the discrimination.  (Refer Racial Discrimination Act 1975 Section 18A and Sex Discrimination Act 1984 Section 106).


Victimisation of a person who makes a complaint or intends to make a complaint, is unlawful under equal opportunity legislation.  (Refer Racial Discrimination Act 1975, Section 27; Sex Discrimination Act 1984, Section 94; and Disability Discrimination Act 1992, Section 42.


�
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Disability Discrimination Act 1992:  Makes it unlawful in employment to discriminate against a person on the ground of a person's disability (including HIV/AIDS) or a disability of any of that person's associates or to harass another in relation to a disability or to commit an act of victimisation against another person.


EEO (Commonwealth Authorities) Act 1987:  Requires that this Program be developed and implemented and that progress be reviewed annually and reported on to the Minister.  Any Airservices’ employee is entitled to lodge a complaint of discrimination under any of the laws listed here if they believe they have been discriminated against.


Human Rights and Equal Opportunity Commission Act 1986:  Provides for the rights of people with physical and mental disabilities and complaints of discrimination in employment on the grounds laid down in the International Labour Organisation Convention 111, i.e. race, colour, sex, marital status, sexual preference, religion, political opinion, national extraction or social origin.


International Labour Organisation Convention 111 (1973) Discrimination in  Respect of Employment and Occupation: "affirms that all human beings, irrespective of race, creed or sex, have the right to pursue both their material well-being and their spiritual development in conditions of freedom and dignity, of economic security and equal opportunity and consider further that discrimination constitutes a violation of rights enunciated by the Universal Declaration of Human Rights." 


International Labour Organisation Convention 156 (1990) Workers with Family Responsibilities: applies to men and women workers with responsibilities in relation to their dependent children, or other members of their immediate family who clearly need their care and support, where such responsibilities restrict their possibilities of preparing for, entering, participating in or advancing in economic activity 


International Labour Organisation Convention 159 (1990) Vocational Rehabilitation in Employment (Disabled Persons): the purpose of vocational rehabilitation is to enable people with disabilities to secure, retain and advance in suitable employment and thereby to further such person's integration into society.  


Maternity Leave (Commonwealth Employees) Act 1973 provides the right for Airservices’ staff to take maternity leave.


Racial Discrimination Act 1975: Makes it unlawful to discriminate in employment on the grounds of race, colour, or national or ethnic origin.


Sex Discrimination Act 1984:  Makes it unlawful to discriminate in employment on the grounds of a person's sex, marital status or pregnancy or to sexually harass another person.





� Access standards AS 1428 must be met 


� if willing to divulge this information


�  if staff want to divulge this information
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